Introduction
Leadership plays a key factor on the success of organizations and there are many studies, which have concentrated on different aspects of leadership (Maxwell, 2003; Senge, 2006; Schein, 2006) . According to Fry (2003) , a causal theory of spiritual leadership could be developed within an intrinsic motivation framework, which includes vision, hope/faith, and altruistic love, theories of workplace spirituality, and spiritual survival. The primary objective of spiritual leadership is to build vision and value congruence across the strategic, empowered team to foster better levels of organizational commitment and productivity. Fry (2003) investigated leadership as motivation to change motivationbased leadership theories and reported that the accelerating call for spirituality in the workplace, could explain the universal human requirement for spiritual survival through calling and membership. Fry (2003) argued that spiritual leadership theory is not only inclusive of other major extant motivation-based theories of leadership, but also it could be more conceptually distinct, parsimonious, and less conceptually confounded. Teo et al. (2006) detected four components of organizational learning capacity, namely, systems orientation, organizational climate for learning orientation, knowledge acquisition and utilization orientation, and information sharing and dissemination orientation. They used structural equation modeling analyses to give some insights about structure and dimensionality of these factors. They reported that the proposed four major dimensions could be associated with organizational learning capacity. Organizational learning capacity, as a higher-order factor, had a substantial effect on attitude towards organizational adoption of knowledge-intensive innovations. Kandemir and Hult (2005) concentrated on organizational learning and innovation in international joint ventures (IJVs). They presented a conceptual framework, which depicted the relationship among the parent organization(s)' climate, IJVs' organizational learning culture, innovativeness culture, innovation capacity and IJV performance.
Slater and Narver (1995) described the processes through which organizations could use new knowledge to improve performance. They proposed a set of organizational elements, which comprise the learning organization. Sanders et al. (2003) explored the spiritual dimensions of leadership by setting forth a theory where both integrated the transactional and transformational theories of leadership. They proposed that the transcendental theory of leadership could comprise of three dimensions of spirituality including consciousness, moral character, and faith, which include the managerial specifications of transactional theory and the charismatic characteristics of transformational theory to enhance leader effectiveness. They explained the hierarchical relationship, which exist between transcendental, transformational, and transactional theories of leadership and set forth several propositions associated with the development of spiritual dimensions as leaders develop along the hierarchical continuum. Korac-Kakabadse et al. (2002) reviewed leadership praxis from the frames of wider spiritualties, links spirituality search with contemporary practices and surveyed the breadth of, and commonalities within, varied philosophic positions with regard to the spiritual search. According to Konz and Ryan (1999) , spirituality in general, and in the workplace in particular, has become an essential areas of research during the past few years and many people tried to develop an existing methods such as balanced scorecard (BSC) method originally developed by Kaplan and Norton (1992 , 1996 , 2004 . Fry et al. (2010) , for instance, offered the Spiritual Leadership BSC Business Model as a driver of employee well-being, organizational commitment and productivity, corporate social responsibility and, ultimately, financial performance, via its impact on internal processes, output quality, and customer satisfaction. Škerlavaj et al. (2007) presented and examined a model of organizational performance improvement based on the effect of organizational learning culture. The concept of organizational learning culture (OLC) was described as a set of norms and values about the functioning of a firm. They implemented data from 203 Slovenian firms employing more than 50 people. The effect of OLC on organizational performance was examined via structural equation modeling (SEM) and the results indicated that OLC had a positive direct effect on all three perspectives of non-financial performance included in the model including performance from the employee, customer, and supplier perspectives. The impact of organizational learning culture on financial performance was still positive in this survey, but indirect, as expected. Mollaabbasi et al. (2013) surveyed the relationship between emotional intelligence and organizational indifference through a commitment. The study first presented theoretical models over the investigation then six hypotheses were developed based on the conceptual model for this opinion. The results concluded that there were significant relationship between emotional intelligence and organizational indifference.
The proposed study
This paper presents an empirical investigation on the effects of spiritual leadership components on organizational learning capacity for a case study of Payame Noor University, Iran. The proposed study uses a standard questionnaire for measuring spirituality leadership proposed by Fry (2003) and for measuring the impact of organizational learning capacity, the proposed study uses another questionnaire proposed by Teo et al. (2006) . Fig. 1 Based on the structure of Fig. 1 we may present details of seven hypotheses as follows,
1. There is a relationship between organizational outlook and organizational learning capacity.
2. There is a relationship between organizational faith and organizational learning capacity.
3. There is a relationship between organizational love as well as altruism and organizational learning capacity. 4. There is a relationship between organizational meaningful and organizational learning capacity. 5. There is a relationship between organizational commitment and organizational learning capacity. 6. There is a relationship between organizational membership and organizational learning capacity. 7. There is a relationship between organizational feedbacks and organizational learning capacity.
In our study, the null hypothesis for all seven cases indicates that such relationship does not exist while the alternative hypothesis indicates that this relationship exists. The proposed study of this paper uses structural equation modeling (SEM) to test seven hypotheses and we present details of our findings in the next section.
The results
In this section, we present details of our findings on testing seven hypotheses based SEM technique. Fig. 2 shows the results of standard values. In addition, Fig. 3 shows details of t-student values associated with each relationship. Chi-Square value is equal 10029.30 with df= 3131. In addition, p-value is equal to 0.0000 and RMSEA is equal to 0.084, which is less than the reference value of 0.09. These statistical observations confirm the overall program, which means that we can make judgment on all seven hypotheses. Based on the results of SEM, except two cases of love and altruism and meaningful, all other five hypotheses have been confirmed and we can conclude that organizational outlook, faith, commitment, membership and feedback influence organizational learning capability, significantly. Table 1 summarizes the results of our survey on testing seven hypotheses of this survey. Based on the results of Table 1 , organizational feedback maintains the biggest positive impact on organizational learning capability followed by organizational membership and commitment when the level of significance is one percent. The effects of Love and altruism and meaningful on organizational learning capability are significance only at 5% limit.
Outlook

Conclusion
In this paper, we have performed an empirical investigation on the effects of different organization spirituality factors on organizational learning capability. The proposed study of the paper has adopted two standard questionnaires and using structural equation modeling, we have examined seven hypotheses. The results of our investigation have indicated that organizational feedback maintains the biggest positive impact on organizational learning capability followed by organizational membership and commitment when the level of significance is one percent. The effects of Love and altruism and meaningful on organizational learning capability are significance only at 5% limit.
